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Abstract 
Nowadays, the problem of motivation for didactic career is an increasingly important issue both for researchers and education 
managers. The present paper is a study intended to offer a clear and pragmatic vision of work motivation for primary teachers in 
schools. The results are meant to help the specialists on teachers training to raise the degree of work motivation for teachers.The 
conclusion of the study is that teacher’s  motivation plays a key role in deﬁning policies to attract, maintain and develop teachers 
career. 
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Paper Rationale 
The problem of motivation for didactic career is an important issue since teacher education programs and training 
can make a difference to student achievement. However the studies carried out in the field are far from being 
enough. There is, in fact, an increasing need to finding new arguments to make contact with the accelerated changes 
of contemporary world. The present paper is a study intended to offer a clear and pragmatic vision of work 
motivation for teachers in schools. Moreover, the results are meant to help the experts on teachers training propose a 
line of strategies meant to raise the degree of work motivation for teachers, starting from several basic premises: 
teacher’s development is a process along a continuum of learning; teacher’s development is a process, not an event; 
it involves change over time and is achieved in stages; the stages are related to teachers ‘experience gained in 
instructional and management practice over their career. 
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The premise of this paper is that teacher professionalism must increase if education in Romania is to improve. 
Researches have shown that teacher professional development has a noticeable positive impact on teachers’ beliefs 
and in turn their practices both inside and outside their classroom as teachers’ grounding and improvement have 
large influence on identifying teachers’ goals for their students and these goals in turn, affect teachers’ performance 
in their classroom and schools (Kettle & Sellars:1996; Kallestad & Olweus:1998).  
 
Theoretical Framework and Analysis of the Literature   
When it comes to work motivation, many theoretical strands have been put forward to explain the relationship 
between individual motivation, job satisfaction and performance at work. The underlying hypothesis is that, with 
given individual capacities (intellectual, physical, know-how) and the organization put in place by a ﬁrm or 
administration (technical, human resources, administrative), motivation can directly inﬂuence the individual 
performance of each employee—and ultimately inﬂuence the success of an organization. Although there are multiple 
deﬁnitions of motivation, a certain consensus has evolved on the main dimension that characterizes motivation. In 
fact, since motivation is difﬁcult to observe directly, it has been deﬁned by the behaviour that individuals are 
supposed to develop (Roussel, 2000). Vallerand and Thill (1993) summarize the concept of motivation as a 
‘hypothetical construct that is used to describe internal and/or external forces that generate the kick-off, the 
direction, the intensity, and the persistence of behaviour’. As a result, motivation can be deﬁned as ‘a process that 
activates, orients, reinforces and maintains the behaviour of individuals towards the achievement of intended 
objectives’ (Roussel, 2000: 5). Ryan and Deci’s (2000a: 54) deﬁnition of motivation underlines this process-oriented 
concept: ‘to be motivated means to be moved to do something. A person who feels no impetus or inspiration to act is 
thus characterized as unmotivated, whereas someone who is energized or activated toward an end is considered 
motivated’. 
Research on motivation to become a teacher has been categorized as comprising intrinsic, extrinsic, and altruistic 
factors. In general, love or passion for teaching, contributing to society and helping others, and having positive 
experience at school are reported as important intrinsic and altruistic motivations for entering the teaching profession 
(Brookhart & Freeman, 1992; Farka, Johnson, & Foleno, 2000; Reif & Warring, 2002; Richardson & Watt, 2006). 
On the other hand, wanting to work with children is particularly important to the decision for candidates in 
elementary education (McCray, Sindelar, Kilgore, & Neal, 2002; Reif & Warring; 2002; Richardson & Watt, 2006). 
Perceived teaching ability is also found to have important influence on the decision to teach (King, 1993; Harms & 
Knobloch; 2005; Richardson & Watt, 2006). 
As Paul W. Richardson and Helen M.G. Watt (2010) pointed out several years ago, educational psychologists 
have, over the last half century or so, directed their attention to the study of student motivation. While teachers have 
not entirely been ignored, there has been little inquiry into teacher motivation that has been systematic and theory-
driven. The concentration on students has tended to overlook the centrality of teacher motivations as integral to 
teachers’ goals, beliefs, perceptions, aspirations, and behaviours, and thereby to student motivations and learning. It 
is perhaps not surprising that those motivation researchers who have developed robust theories in relation to student 
learning in educational contexts would begin to turn their attention to teachers, to see whether those same theories 
might have explanatory power with regard to teacher motivations. Teacher self-efficacy research (e.g., Tschannen-
Moran & Woolfolk Hoy, 2007) has made important contributions to the study of teachers. Motivation researchers 
are now beginning to turn their attention to other aspects of the complex of motivational factors which demand 
greater attention and exploration. Robust theoretical frameworks already exist in the motivation literature, which can 
be applied to guide future research in this area. There has recently been a surge of interest, or what we have 
elsewhere described as a “Zeitgeist” (Watt & Richardson, 2008a) in applying well-developed theories in motivation 
research, to the domain of teaching. 
Based on Kanfer’s (1990) taxonomy of theories of motivation, there are three main paradigms that regroup 
current theoretical approaches: the ﬁrst paradigm regroups need-motive-value approaches: according to these 
motivation theories, what leads an individual to start a type of behaviour, to direct it towards speciﬁc objectives and 
to support it both intensely and persistently is explained by needs, values and motives that have to be satisﬁed (e.g. 
Maslow’s need hierarchy theory, Alderfer’s ERG theory, Herzberg’s dual-factor theory, McClelland’s achievement 
motivation theory, Adams’ equity theory).  
1111 Vlaicu Claudia /  Procedia - Social and Behavioral Sciences  180 ( 2015 )  1109 – 1115 
The second paradigm regroups cognitive-choice theories: this paradigm rests on the guiding principle that 
‘behaviour is determined by the subjective value of the objectives towards which the individual is working, but also 
by their expectancy to see their behaviour producing the required results’ (Oubraye-Rossel and Roussel, 2001) (e.g. 
Vroom’s expectancy theory, Weiner’s attribution theory).  
The third paradigm regroups self-regulation/metacognition theories: these theories try to explain how goals can 
have an effect on individual work motivation and to understand the processes that determine the objectives chosen 
by the worker. These theories include Carver and Scheier’s control theory, Locke’s goal-setting theory and the social 
learning theory of Bandura. Self-regulation is a fairly new construct of motivation, and recent research on strategies 
for enhancing motivation, have focused on its promotion. The term self-regulated can be used to describe 
performance guided by three key processes: self-observation (monitoring one’s activities), self-judgement (self-
evaluation of one’s performance) and self-reaction (reactions to performance outcomes) (Zimmermann and Schunk, 
2001).  
We place our study within the theoretical framework of the ﬁrst paradigm, which aims to identify the internal and 
external forces that have an impact on an individual’s motivations. More speciﬁcally, we make reference to the 
cognitive evaluation theory (Deci, 1971; Deci, 1975) that has been extended into the self-determination theory (Ryan 
et al., 1985; Gagné and Deci, 2005). These theories draw a distinction between two fundamental types of motivation. 
According to Ryan and Deci (2000a: 55) ‘the most basic distinction is between intrinsic motivation, which refers to 
doing something because it is inherently interesting or enjoyable, and extrinsic motivation, which refers to doing 
something because it leads to a separable outcome’. Intrinsic motivation is also described as an ‘inherent tendency to 
seek out novelty and challenges, to extend and exercise one’s capacities, to explore, and to learn’ (Ryan and Deci, 
2000b: 70), while extrinsic motivation regulates behaviour ‘in order to attain a separable outcome’ (Ryan and Deci, 
2000b: 71).  
Self-determination theory considers extrinsic motivation from the angle of autonomy and control. It states that 
extrinsic motivation varies greatly with regard to its degree of autonomy: from external regulation (controlled 
motivation) right through to integrated regulation (autonomous motivation). The latter results from external values 
and behavioural regulations that tend to be internalized through socialization, thus leading to self-regulated 
behaviour (goal internalization). This means that ‘a behavioural regulation and the value associated with it have been 
internalized. Internalization is deﬁned as people taking in values, attitudes or regulatory structures, such that the 
external regulation of a behaviour is transformed into an internal regulation and thus no longer requires the presence 
of an external contingency’ (Gagné and Deci, 2005: 334). To sum up, research ﬁndings on work motivation 
generally identify three sources of work motivation: intrinsic motivation, extrinsic motivation, and goal 
internalization as a subgroup of extrinsic motivation.  
Studies (e.g. Deci, 1971; Lepper et al., 1973; Deci, 1975) that analysed the relationship between intrinsic and 
extrinsic motivations showed that they are not necessarily independent of each other and that they can interact 
positively or negatively. These studies revealed, for example, that extrinsic rewards, such as pay, can have a 
detrimental effect on intrinsic interest and task persistence. However, these undermining effects of extrinsic rewards 
do not occur automatically. According to Kanfer (1990: 88): ‘Fisher (1978), for example, showed that ﬁnancial 
rewards did not affect intrinsic motivation in situations consistent with societal norms about the role of pay for time 
and effort in real jobs’. 
 In Romania, few books have appeared in the last decade guiding teachers in their career development. (Ion 
Ov.Pânişoară and G.Pânişoară-Motivation for didactic career, 2010) but none regarding statistics on how well such 
programmes and guides on teacher development policies have been implemented; on what further strategies and 
programs to further sustain teachers’ passion for teaching are required in Romanian schools. Therefore, once we, 
educational human resource managers stated the importance of teachers’career development, once we bore in mind 
the questions of to whom and for what teacher professional development addresses and why it is important, the next 
step is to on how to recognize and take care of ‘outstanding, committed and highly motivated teachers’ and improve 
professionalism. As teacher professional development plays a key role in changing teachers’ skills and teaching 
methods, it does have an influence on students’ learning and achievement. Evidences from researches all over the 
world have proved an encouraging relationship that links the improvement of teachers’ education with the levels of 
students’ accomplishment (Borko & Putnam; 1995; Meiers & Ingvarson: 2005).  
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Methodology 
Starting from these premises, I and my colleagues from the Department of Education Sciences within the Faculty 
of Orthodox Theology and Education Sciences, in a continuous effort to foster constructive dialogue and 
consultation on various education issues and concerns affecting our students (who are future preschool and primary 
teachers), organized a Regional Education Forum. It was conducted this May 2-4, 2014 with the theme: 
Rediscovering the Passion for Teaching in Dambovita. This three-day forum actively engaged 77 participants (70 
primary teachers and 7 senior education personnel- 3 university professors of education sciences and 4 teachers and 
school inspectors responsible for teachers training) into a continuing conversation about the core factors that enable 
teachers to sustain their motivation, commitment and passion for teaching.  
The research methods included a non-structured interview, conversations, open debates on the profile of a 
motivated teacher in general and a primary teacher in particular and observation. All methods of reasearch had in 
common a specific objective, to discover what mainly motivates teacher to access and maintain a teaching position 
in Romanian education system. Beyond the background variables of gender, race/ethnicity, parent educational level, 
and prior achievement, we, specialists, are firstly interested in finding the predictive value of career development 
interventions to teacher’s motivation. That is why we were very pleased after he participants, composed of 
outstanding teachers themselves and senior education personnel responsible for teachers training and development, 
were able to define the Success Profile of a passionate/ motivated teacher. 
Data analysis was carried out in four stages: (1) a descriptive data analysis (frequencies) was used to draw up 
proﬁles of teachers according to their socio-demographic characteristics together with their motivation for entering 
the teaching profession; (2) a bivariate analysis (chi-squared tests) was applied, taking into account motivation for 
entering and maintaining teaching position together with socio-demographic variables, such as gender and the 
educational level being taught; (3) a multivariate analysis (factor analysis, cluster analysis) made it possible to 
identify different groups on the basis of the teacher’s motivational proﬁle with regard to their decision to enter or 
leave teaching. The objective of the factor analysis is to reduce the large number of variables to fewer dimensions 
and to achieve a two-dimensional representation of the essential information. This reduction is possible on account 
of the correlations that exist between the variables and is achieved by constructing synthetic variables, through a 
linear combination of the initial variables. As far as cluster analysis is concerned, this consists in grouping the 
closest elements together in order to produce homogenous classes of individuals (Gordon, 1981; Lebart et al., 1995). 
Then (4), in order to map the motivations in more detail, we depicted the reasons for entering and maintaining 
teaching position on two matrixes. The x-axis represents the respective percentage of teachers who agreed with the  
motivations suggested in the interview. On the y-axis, we classiﬁed each type of  motivation on a scale according to 
its accessibility. 
Results 
  
When asked about the main motivations for teaching, the primary teachers’s answers reflected a three grouped 
categories of values (table 1). Humanistic values are those which motivate candidates the most—for example, the 
wish to work in contact with children (91%), to help them succeed (95%), or the desire to transmit knowledge to 
them (88%), and the desire to give all students an equal chance (86%). Motivations associated with professional 
vocation—for example, identiﬁcation with the teaching profession (76%), the possibility of exercising a profession 
they feel passionately about (93%)—and work conditions linked to the characteristics of the profession—for 
example, the possibility to work in a spirit of cooperation (91%) and to carry out an evolutionary and demanding job 
(91%)—also constitute key motivation categories for entering the teaching  profession. 
The Forum was also highlighted by the sharing and exchange of teacher development policies, strategies and 
programs to further sustain teachers’ passion for teaching. Resource panelists from both the government and private 
sector shared their respective programs and strategies on how to recognize and take care of ‘outstanding, committed 
and highly motivated teachers’ which triggered further discussion and conversation on how to sustain teachers’ 
passion for teaching. The outstanding teachers who participated in this Forum reported that they are able to ignite 
their passion in the teaching profession as they go through self- reflections and self-development and when they are 
recognized and rewarded for good performance. Teachers also put premium on the importance of making available 
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for them reliable data and information about the students and their progress to enable them to make important 
decisions about student learning. Teachers take pride in being part of defining the school vision and direction and 
when they are given the opportunity to participate in realizing said vision. 
Table 1- Categories of motivations for primary teachers 
 
 
Nr. Category/Motivations      No. of answers  Total  respondents 
 
Category 1 :Humanistic values 
Wish to help children and young people to succeed    67  70  
Opportunity to transmit valuable knowledge    62  70  
Wish to work in contact with children    64  70 
Interest in didactic and pedagogical aspects     45  70 
Opportunity to give all students an equal chance    60  70 
Category 2:Professional vocation 
Profession that can be exercised with passion    68  70 
Identification with the teaching profession     55  70 
Teaching is still a useful profession     56  70 
Category 3: Work conditions  
Wish to work in a spirit of cooperation and sharing experience 64  70 
Motivated by an evolutionary and demanding job    64  70 
Appreciation of the autonomy and independence of  teaching 54  70  
Motivated by on-the-job teacher training     69  70 
__________________________________________________________________________________________ 
 
The forum also involved the lectures delivered and open conversations and debates with the seven senior 
education personnel which revealed  the Success Profile of a motivated teacher. It listed the following: 
 1) Specific Competencies ---set of knowledge, skills, values required of a teacher to passionately and 
successfully carry out his/her tasks and responsibilities; the most emphasized were: adapting to students, discipline 
and perseverance, didactic competences 
2) Personal Attributes ---general characteristics and personal traits of a teacher which set her/him apart from the 
other professions: being a visionary, feeling the urge to serve, commitment to the teaching profession 
 3) Experiences --- necessary experiences that a teacher must/should go through as part of his/her learning journey 
contributing to continuous professional enhancement: at this point each briefly described the keys element from their 
professional route but also different experiences for reaching for the betterment of students. 
 
Discussions 
Sustaining the teaching profession involves many interrelated factors and these factors should be carefully looked 
at by the Ministry particularly the unit in-charge of teacher training and development.  
The part of the Ministries of Education responsible for teachers training and development are expected to ensure 
work-life balance among the teachers and to be concerned about their individual well-being. Among the other 
suggestions to sustain the passion of the teachers are: 1) clarity in teachers’ career path in the profession 2) 
incentives and benefits system in place 3) opportunity for the teachers to interact and learn from each other 4) 
professional development programs. The teachers must also be provided with the opportunity to subscribe to 
continuous learning and discovery of new knowledge either through formal education and training or by going 
through other development programs. Other professional development programs beyond the formal system must also 
be encouraged by the Ministry. This includes providing opportunities for teachers to collaborate and learn from their 
peers in a professional learning community setting, providing them enough time within the school day to work 
together and reflect on their practices.  
The need to upgrade the status and image of the teachers will enhance teachers’ self-confidence and motivation to 
stay on the post.  Rewards and recognition system should be in place, selection and screening criteria and 
qualifications need to be clearly defined and should also be aligned with teachers’ professional development 
programs. The criteria must include passion, values, and attributes of passionate and effective teachers. On the other 
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hand, the Ministry of Education should ensure that accreditation of teachers is rigorously done and that they should 
provide a customized core curriculum to build proficiency of pre-service teachers aligned with the requirements of 
the Ministry. Quality teachers should be aptly recognized through an honest-to-goodness performance-based grading 
and portfolio assessment which is tied to their professional development. Educators at all levels must work together 
to help teachers sustain the fire of their passion for teaching. The Ministry of Education must seek to continuously 
partner with the private sector in terms of jointly addressing some of the identified needs of the teachers. However, 
there is a need to ensure the quality of program design and its delivery and the uniformity in the professional 
development curriculum should be achieved based on the standards and policies of the Ministry of Education.  
Overall, the three-day forum provided critical insights on the core factors of a passionate and effective teacher 
and coming up with consistent and coherent strategies to sustain and  nurture the passion of educators in the teaching 
profession as valuable inputs to the respective Ministry of Education on how to take care and multiply the number of 
‘outstanding educators’ in the region. 
The recent changes within the Romanian educational system highlight a key question for school principals and 
other practitioners: how can the initial motivational factors be maintained as teachers progress in their career? Our 
research is able to offer a number of answers to this fundamental question. Teaching-policy levers ought, in fact, to 
prevent the development of the gaps between entry and leaving motivations. Taking the motivational inducement 
system of Leonard et al. (1999), we can identify ﬁve determinants for leveraging the motivation of teachers: (1) task 
system; (2) leadership system; (3) reward system; (4) social system; and (5) professional development system.  
More speciﬁcally: what kind of measures can be put in place by school authorities to prevent a loss in teacher 
motivation from coming about? Teacher policies can only be successful if they address motivational determinants in 
a complementary manner. Research on educational leadership shows that effective education leadership has a 
positive impact on teaching and learning. Three of the professors present there at the forum obtained masters or 
doctor diplomas on educational management and were able to identify three sets of practices that make up the basic 
core of successful leadership: setting directions, developing people, and redesigning the organization. Developing 
people by providing teachers with necessary support and training to succeed is therefore a key task for those in 
leadership roles.  
First of all, change management emerges as one of the key elements with regard to evolving job characteristics. A 
clear understanding of the job deﬁnition and its evolution as a result of changing roles and modiﬁed expectations is 
crucial (task system). Furthermore, a strong leadership system is required in order to implement change and reforms. 
Professional development systems should provide additional support all along a teacher’s career and, ﬁnally, inter-
actions with key stakeholders, such as parents, administrative authorities, political organizations and business 
associations, are necessary in order to clarify and share the teacher’s function, roles and proﬁles (social system).  
Working conditions provide an important additional lever of teacher policy, since they touch on all ﬁve 
motivational inducement systems. In general, working conditions should be conducive to a teacher’s motivation to 
carry out their professional work in a ﬂexible and autonomous manner by providing the opportunity to work in a 
professional network and offering hierarchical support. Moreover, working conditions should provide an opportunity 
for teachers to keep up with evolving teaching contents and materials.  
Finally, it is important to develop and enhance the professional image of teachers both inside and outside the 
school system. The task system, for example, allows visions regarding the current and future evolution of the 
teaching profession to be updated. It would appear, in fact, that some of the perceived loss of a teacher’s image can 
be explained by the evolution of the job, which is perceived in a negative way by older teachers who fail to see their 
initial role conﬁrmed. Furthermore, attractive working conditions and stringent requirements on the continuing 
education of teachers are measures that help maintain a positive professional image outside of the school system too.  
 
 
Conclusions 
 From the analyses and discussions with the primary teachers and university professors, based on theories of 
work motivation and organizational behaviour, we see that employee motivation is a critical element in terms of its 
inﬂuence on individual performance and on the capacity of organizations to attain their objectives. Set in the context 
of schools, teacher motivation plays an essential role with regard to student learning as well as to a school’s capacity 
to achieve its objectives as an organization. Although professional vocation plays an essential role in the 
1115 Vlaicu Claudia /  Procedia - Social and Behavioral Sciences  180 ( 2015 )  1109 – 1115 
development of a primary teacher’s career, it is equally important for school managers to try to keep the best 
teachers in their schools. Therefore, school districts managers should provide training and mentoring programs 
designed to improve teaching skills on the one hand and keep work motivation at a high level. As for the young 
teachers, special programs. These programs should also be referred to as “induction” programs for novice teachers 
and should vary widely in both scope and cost. Many factors motivate individuals to pursue a teaching career, 
including the desire for personal growth and continued learning, to have a positive impact on others’ lives and 
contribute to society, and to attain stable, secure employment . 
Teacher motivation plays a key role in deﬁning policies to attract, maintain and develop teachers, as has been 
illustrated by the measures identiﬁed above. The policy measures suggested by the representatives of school regional 
authorities responsible for teachers training at this forum have been prioritized in respect of their potential impact on 
teacher motivation. Additional criteria, however, such as their political and economic feasibility, are to be considered 
for deciding on their ﬁnal implementation. 
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